A Comparative Study on Organizational Stress in South Asian Cultures  by Asgher, Umer et al.
2351-9789 © 2015 The Authors. Published by Elsevier B.V. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of AHFE Conference
doi: 10.1016/j.promfg.2015.07.933 
 Procedia Manufacturing  3 ( 2015 )  3963 – 3970 
Available online at www.sciencedirect.com 
ScienceDirect
6th International Conference on Applied Human Factors and Ergonomics (AHFE 2015) and the 
Affiliated Conferences, AHFE 2015 
A comparative study on organizational stress in South Asian 
cultures  
Umer Asghera,*,Tahir Alia, Riaz Ahmada, Redha Taïarb, Roland Iosif Moraruc 
aSMME-National University of Science and Technology (NUST), Islamabad, Pakistan 
bUniversité de Reims Champagne Ardenne, France 
cUniversity of Petroşani, 20 University Street, 332006 Petroşani, Hunedoara County, Romania 
Abstract 
An emerging and dynamic Industrial and manufacturing sector is significant for revenue generation in any country; specifically 
in the developing countries its importance is vital. Private sector manufacturing constitutes the core of the financial sectors in 
Asian countries in specific and in the world as a whole. Private sector industries in south Asian countries are facing various 
challenges such as global and technological revelation, competition, and service diversification. In this challenging environment, 
stress has become a part of organizational system. The modern corporate sector has adopted different methods of stress 
management and there focus is chronic stress. Private sector organizations have many ongoing situations that can cause of 
chronic stress and every employee cannot handle with such kind of pressure. This study explores a correlation among various 
influencing factors and associated behaviours. The paper fleshes out the contributory factors of stress in an analytical way to 
analyse the causes. The paper finally suggests a comparative study on organization stress based on actual case studies from the 
manufacturing sector. This research tries to figure out a way forward in order to manage all stresses positively and a mechanism 
to handle individual and organizational level stresses to in an organization and eventually in a society. 
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1. Introduction 
Modern organizational systems are based not only the satisfaction of external customers but also the internal 
customer’s (employee) satisfaction. The employees at various levels of management are more concerned about 
welfare, because job satisfaction is believed to lead to more efficiency. Unfortunately stress has become a significant 
part of our organizational lives. Our environments affect us directly or indirectly which builds physical and 
emotional pressure. Stress is caused by different sources at the individual, emotional, family or social levels, as well 
as from the environment and other humans. In the South Asian Private sector an industrial organizational study was 
carried out on how to care for the human capital and their stress. 
Stress is a condition of interior state which builds physical and emotional pressure. Stress can defined in many 
ways some time it’s helpful which is “Eustress” a term of positive stress. Some time its harmful which is “Distress” 
a term for negative stress. If we categorize stress in terms of types; there are three types, Acute, Episodic and 
chronic stress. Acute is common stress which appear from anticipated demand or resent past demand, this kind of 
pressure may thrilling and exiting if its time period is short. When acute stress appears frequently it’s called episodic 
stress, such kind of stress normally seems in unrealistic persons. Acute and Episodic stress can handle easily instead 
of chronic stress. Chronic stress is totally different to acute stress there is no thrill and excitement in it but it is 
harmful for health. This kind of stress damage mind and body, in this paper we try to focus all those factors that 
eventually became a reason of chronic stress at organizational level [1, 6].  
Section 1 of the paper deals with Causes of stress and stress generation in organizations. Section 2 is related to 
objectives of study, section 3 is research methodology and section 4 is hypothesis. Section 5 of this research is 
results and analysis followed by hypothesis proof, discussion and conclusions.  
1.1. Causes of stress 
Stress is common to all employees; for example employees may feel pressured to achieve goals or given targets. 
The recession or economic slump has forced organizations to decrease allocated resources, adopt new technologies 
and set new goals. Such changes may directly impact employees’ physical and mental conditions. The competitions 
among organizations force them to spend money, technology and other resources, this demands more efficient 
workforce. Pay structure is not evenly distributed in private sector; and management takes advantage of competition 
among candidates to cut salaries. Although tough healthy competition also causes variety and diversification [12]. In 
decision-making, employee’s participation is highly limited and employees lack promotional opportunities. Often 
employees feel that managers have too much influence over the workers, or that they set impractical goals; these all 
are organizational factors that cause and increase stress. Stress is biological factor, which can be dangerous for 
physical and emotional conditions [13].  Biologically it affects our bodies, and the environments we live in. Social 
issues, family problems, cultural pressure, financial troubles and profession changes all create stress and sometimes 
job conditions like insecure and harmful working environments also play an important role. 
1.2. Stress generation in organizations 
Stress management is a problem-solving approach for bettering the health of workers and enhancing their 
performance in their organizations. New organizational challenges generate new stress conditions, but if we find 
suitable management tools to handle the stress it can become positive stress. Shukla and Garg [1] in their article 
focus on bank employees who are in massive competition and fear for their jobs, which cause them u stress. Work 
overload, non-achievement of their targets, social and family related problems are also causes of stress. According 
to Akintayo [2], the working atmosphere affects employees’ confidence and perceived productivity. Donkor, in his 
study, specifically spotlights nurses’ behavior when management involves them in decision making, especially 
related to patient care issues. The study supports a decentralized approach in management; they found it would be 
beneficial for working environment.  
Chandrasekar also observed that balanced working environments can bring good prospects and results; he 
determined that different environmental and job factors such as, shift extended work and overtime, create an impact 
on employee behavior [3]. Kang and Sandhu found that stresses caused because of organizational behavior; such as 
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demanding situations, workload or other job factors and an individual’s state of mind [4]. They believe work 
environments play a key role in stress. Neelamegam and Asrafi refer to stress as a general term that refer to pressure 
which we fell in daily life. They found that stress is a part of work and a basic aspect of job. It has developed a 
significant human condition and a justifiable anxiety of this era [5]. The finding of Kathirvel; stress is the human 
condition that people feel due to extreme pressure. When they feel pressure they getting more involved in this state. 
Stress generates impact on the capacities of mind and body [6]. According to Harigopal ; different factors can cause 
occupational stress, one of them being the role assumed by the employee. An employee can assume different social 
and informal positions, these are the formal positions in an organization that capable him to fill his requirements [7]. 
Murphy and Sorensonin, in their article, report that organizational stress may generate both overt psychological and 
physiologic disabilities. But they also think that stress has a positive impact; it can shape personal efforts and output. 
Jamal observed that basic cause of stress is lack of professional environment, lack of decentralized approach, 
irrespective of individual differences, personal grudge and personal liking disliking. It will exhaust physical and 
psychological ability of employees in the organization [8]. 
Organizational level stress is the risky and emotional reaction that often starts from an unbalanced combination 
of workload and the abilities, or capabilities, of the employees. These situations can create ineffectual working 
conditions and organizational chaos. Organizational stress may have negative organizational consequences. 
Negative organizational stress damages health of employees and it enhances unusual biological conditions that are 
harmful for human psychological condition [11].  
2. Objectives and study aspects 
The core purpose of the paper is to recognize the factors influencing stress among Industrial sector employees 
especially those working in the production, manufacturing and other private sectors. To accomplish the main 
objective, the following sub objectives were set;   
 
x To discover the work environment factors influencing stress. 
x To identify the causes of stress among workers. 
x To study the stages of stress on workers. 
x To examine the impact of stress on the health of the workers. 
x To explore the organizational strategies for coping the stress among workers. 
x To explore the effectiveness of training programs conducted to overcome stress. 
3. Research methodology 
The research is quantitative and depends on five contributory factors: 
 
x Organizational environment 
Pleasant atmosphere can enhance the performance of employees but bad organizational environment can increase 
stress level among the employees. Organizational environment play key roll to cope the stress. 
x Work load and time management 
Extra workload and sharp deadlines put extra pressure and stress on the worker’s mental and physical state. 
x Financial constraint  
Financial aspect is directly involved with different needs of employees and its key element. This vital obsession 
that plays a key role to erect the stress. 
x Job security 
Secure job is the first priority of any employee. Modern organizations relate job span with performance, 
employees feel stress to maintain job performance to keep their jobs.  
x Leadership and motivation 
Good leadership always helpful for buildup moral but bad leadership may distract an employees. Incentives and 
increments are also essential motivational factor which help to handle stress.    
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To explore the stress causes and remedial measures, we developed research questionnaire containing 25 
questions, which are divided in five sections that coincide with the five factors. The questions are present as 
statement for example: Bad organizational environment increase stress level? Employees get tensed because of 
workload? Lack of Leadership & Motivation can also mount extra stress? The research was conducted in twin cities 
that is Rawalpindi and Islamabad districts  of Pakistan. Fifty (50) employees, 25male and 25female from various 
private and industrial sectors like manufacturing companies, banks, hospitals, airlines, cooperate sector participated 
in this research. They responded to the questions using a five-point scale, i.e., a Likert scale; the lower number 
indicative more stress: 
 
x Strongly Agree  1  
x Agree   2  
x Neutral   3 
x Disagree   4  
x Strongly disagree  5 
4. Hypothesis 
Three hypotheses were prepared  
 
H1 - Organizational stress is based on five different elements which are reliably correlated with each other.  
H2 - Organizational stress completely and significantly correlates to the five defined organizational factors. 
H3 - The Financial constraints factor has highest impact among all othe factors. 
5. Results and analysis 
To calculate and validate the statistical data; software utilities, such as SPSS-20 and MS Excel are used to 
analyse the results. To establish the result of research 50 employees of private Industrial sector are randomly 
selected; where each one was asked 25 questions based on different factors. For reliability of internal consistency 
SPSS 20 was used to calculate Cronbach’s Alpha. For Cronbach’s Alpha the best results must be approximately 
equal to 1, if the rate is under 0.61 (61%) then it is considered poor. Also 0.71 is reasonable and more than 0.81 is 
good [10]. For this study, result below in Table 1. 
 




The rate of 0.730 shows it’s more than reasonable and that does prove the reliability of the data. 
Table 2 shows a confirmatory relationship between organizational stress and its factors. In this table, 
relationships of the various factors are shown. The maximum correlation of stress exists with the financial factor. 
All other factors also have positive relationships, mostly above 50%. This means that the factors’ internal 
correlations are strong. 
 









Correlation Coefficient 1.000 .583** .081 .262 .111 
Sig. (2-tailed) . .000 .578 .066 .443 
N 50 50 50 50 50 
Workload 
Correlation Coefficient .583** 1.000 .224 .580** .368** 
Sig. (2-tailed) .000 . .117 .000 .009 
N 50 50 50 50 50 
Financial Constraints Correlation Coefficient .081 .224 1.000 .370** .405** 
Reliability Statistics 
Cronbach's Alpha N of Items 
.730 25 





Job Security Leadership & 
Motivation 
Sig. (2-tailed) .578 .117 . .008 .003 
N 50 50 50 50 50 
Job Security 
Correlation Coefficient .262 .580** .370** 1.000 .353* 
Sig. (2-tailed) .066 .000 .008 . .012 
N 50 50 50 50 50 
Leadership & Motivation 
Correlation Coefficient .111 .368** .405** .353* 1.000 
Sig. (2-tailed) .443 .009 .003 .012 . 
N 50 50 50 50 50 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
The statistics are expressed below in Table 3; the means of the organizational stress factors are 2.74, 2.62, 2.56, 
2.72 and 2.96 respectively. All the mean values are very close to 2.6; the standard deviation, variance spread also 
very close. All the factors lie close to each other in their individual contributions in the stress. 
 
Table 3.Statistical data of organizational stress factors. 
 Organizational 
Environment 
Workload Financial Constraints Job Security Leadership & 
Motivation 
N Valid 50 50 50 50 50 Missing 0 0 0 0 0 
Mean 2.74 2.62 2.56 2.72 2.96 
Median 2.00 2.00 2.00 2.00 3.00 
Std. Deviation 1.575 1.563 1.541 1.629 1.498 
Variance 2.482 2.444 2.374 2.655 2.243 
Minimum 1 1 1 1 1 
Maximum 5 5 5 5 5 
 
There is an unusual effect in case of the Leadership & Motivation factor whose median is 3.00 which indicate 
that it causes less Stress for employees as compared to the other factors like financial constraints whose contribution 
is maximum. Instead of other factors and Financial Constraints become more effective factor of stress with its 
median 2.56. Table 4 and figure1 describe the Organizational Environment factor; which shows 17 employees out of 
50 strongly agree about the negative impacts of stress mostly because of bad Organizational Environment. If we add 
the agree statement with it the cumulative percent age is 54%.   
Table 4. Frequency distribution of Organizational Environment factor. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Strongly Agree 17 34.0 34.0 34.0 
Agree 10 20.0 20.0 54.0 
Disagree 15 30.0 30.0 84.0 
Strongly Disagree 8 16.0 16.0 100.0 
Total 50 100.0 100.0  
 
 
Fig. 1. Frequency distribution of Organizational Environment. 
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Table 5. Frequency distribution of Workload. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Strongly Agree 18 36.0 36.0 36.0 
Agree 11 22.0 22.0 58.0 
Neutral 1 2.0 2.0 60.0 
Disagree 12 24.0 24.0 84.0 
Strongly Disagree 8 16.0 16.0 100.0 
Total 50 100.0 100.0  
 
Table 5 and Figure 2(a) describes the workload factor, which is one of the organizational stress contributor for 
employees as 18 workers out of 50 strongly agree and 11 agree about the impact of workload become a reason of 
more stress. With the addition of agree statement the cumulative percentage is 58%, which is slightly greater than 
the organizational environment factor. Workload, along with bad time management may lead to drastic behaviour 
change. Table 6 and Figure 2(b) describe the financial constraints factor, which is most significant cause of stress 
among employees; 17 employees out of 50 strongly agree and 14 agree as financial constraints cause of more stress. 
With the addition of agree statements the cumulative percentage is 62%, which shows that financial constraints 
contribute largest to overall stress than any of the other individual stress factor. 
     
Table 6. Frequency distribution of Financial Constraints. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Strongly Agree 17 34.0 34.0 34.0 
Agree 14 28.0 28.0 62.0 
Neutral 2 4.0 4.0 66.0 
Disagree 8 16.0 16.0 82.0 
Strongly Disagree 9 18.0 18.0 100.0 
Total 50 100.0 100.0  
 
Table 7 and Figure 3(a) explain the job security frequency distribution; 17 employees out of 50 strongly agree 
and 12 agree that job security is a cause of stress. If we calculate agree and strongly agree statements, the cumulative 
percentage will be 58%, which is more than organizational environment (factor). 
 
Table 7. Frequency distribution of Job Security. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Strongly Agree 17 34.0 34.0 34.0 
Agree 12 24.0 24.0 58.0 
Disagree 10 20.0 20.0 78.0 
Strongly Disagree 11 22.0 22.0 100.0 
Total 50 100.0 100.0  
 
 
Fig. 2. (a) Frequency distribution of Workload; (b) Frequency distribution of Financial Constraints. 
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Fig. 3. (a) Frequency distribution of Job Security; (b) Frequency distribution of Leadership & Motivation. 
Table 8 and Figure 3(b) express the leadership and motivation factor, which is a significant aspect of 
organizational stress; 12 employees out of 50 strongly agree that lack of leadership and motivation causes 
organizational stress. However, if we look at disagree and strongly disagree statements, their cumulative percentage 
is much higher than that of the agree/strongly agree cumulative percentage. We theorize this is because, as discussed 
earlier, leaders and managers will often motivate their employees to productivity by using incentives and 
motivational counselling. 
 
Table 8. Frequency distribution of Leadership and Motivation. 
 Frequency Percent Valid Percent Cumulative Percent 
Valid 
Strongly Agree 12 24.0 24.0 24.0 
Agree 11 22.0 22.0 46.0 
Neutral 3 6.0 6.0 52.0 
Disagree 15 30.0 30.0 82.0 
Strongly Disagree 9 18.0 18.0 100.0 
Total 50 100.0 100.0  
6. Hypothesis proof 
a. Established on the rate of Cronbach’s α = 0.730> 0.5. The first postulate H1 is supported; all the factors are 
reliable and correlated with each other. 
b. The second postulate H2 is supported because all the define factors are positively correlated with each other, 
evident from Tables 2 and 3. 
c. The third postulate, H3, also is supported because the cumulative percentage of strongly agree and agree in the 
financial constraints factor is much higher than the other individual factors. 
7. Discussions and conclusion 
This research study examined the organizational stress among employees in production organizations of Pakistan. 
The research established that most employees of these organizations are working under stress environment. 58% of 
sampled employees blame workload for their stress, and 62% employees feels that financial constraints is the most 
significant factor of stress. 54% employees are not satisfied with their organizational environment; they believe that 
a balanced and pleasant environment can help them cope with the stress. 41% of employees suffer from stress 
because of not completing production targets. Leadership and motivation are also noteworthy factors, but only 46% 
employees believe that they feel stress due to leadership behavior and lack of motivation. However, the study 
reveals that employees fear for their job security; 58% of sampled employees agree that they under stress because of 
job security. In this study we have discussed production sector organizations, their challenges related to stress; our 
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finding indicates that a large majority of employees are under stress. In this scenario, there is a responsibility on 
every organization to build an effective support system that cope with stress among their employees. South Asian 
organizational culture is missing a suitable stress management system and only a few organizations recognized this 
openly. There is need to build in stress management system that is controlled by Human Resources (HR) 
departments. HR should arrange meetings with individuals listen to employees and also give them confidence and 
mentoring. They should also conduct employee counseling, self-management trainings, and career counseling 
programs as revealed in our findings. Job satisfaction and job security are also vital aspects of stress management, 
through incentives like transportation, insurance, and post retirement annuity. Organizations have to make policies 
that are acceptable to their employees, such as steps to balance work and personal life. Working schedule should 
also be flexible because according to our findings a tight schedule and Sharpe targets creates stress. Finally, working 
environments should be safe and sound, to help create a healthy relationship between management and employees.  
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